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Central to the American dream is the notion that 
every citizen has an equal opportunity to become as 
successful as he or she can. Additionally, it is held 
that each individual can enjoy to the maximum the 
reward of his or her achievements. In psychological 
terms this idea is translated into the notion that each 
American can become progressively more 
self-actualizing. 
In this democratic social order the corporate 
sector is regarded as the major mechanism of 
self-actualization. American folklore is replete with 
stories of how poor but able and ambitious individuals 
have moved up the corporate ladder from the lowest to 
the highest rungs in true Horatio Alger fashion. 
However, for particular segments of American society 
the Horatio Alger phenomenon has not been applied in 
its idealistic sense. This is true for many Blacks, 
Hispanics, Native Americans and women, all of whom are 
grossly underrepresented in the middle-management and 
executive levels of American corporate structures 
(Morrison & Von Glinow, 1990). 
1 
2 
Several hypotheses can be offered to throw light 
upon the phenomenon of relatively few minorities in 
executive positions. One is that there is inequality 
in opportunity for minorities to gain the requisite 
educational skills that would increase their chances of 
ascending to the top (Bradsher, 1988; Dingle, 1990; 
Wells & Jennings, 1983). 
A related proposition is that minorities have 
limited knowledge of the socialization process with 
respect to the corporate culture. Concomitantly, they 
appear to lack the political savvy necessary for 
securing top managerial positions (Dunbar, 1990; Jones, 
1986). 
A third hypothesis is that minorities lack the 
degree of motivation necessary to climb to the top of 
the corporate ladder. In order for subgroups to be 
successful within the corporate structure, they must 
have motives and values relevant to that type of 
organization (Katzell & Thompson, 1990). Therefore, 
the success motives of minorities could differ from the 
success motives of American corporations. 
Racism, with its concomitant elements of prejudice 
and discrimination must be considered as a factor 
3 
(Graves, 1990). Although it is idealized that in the 
corporate structure every person has an equal 
opportunity to attain ultimate success; as evidenced in 
general society, there are likely unfair practices with 
respect to the recruitment, hiring and promotion of 
Blacks and other minorities (Bradsher, 1988; Dingle, 
1990; Wells & Jennings, 1983). 
Although the aforementioned hypotheses have merit 
as to the likelihood of shedding light on the paucity 
of minority executives, the internal or personal 
orientation of the individual employee must also be 
considered. It was espoused that personal orientations 
are likely to impact significantly on the extent to 
which individuals ascend the corporate ladder. 
Personal orientations refer to internal attributes 
that drive a person's behavior. They include 
characteristics such as time competence, valuing, 
feeling, self-perception, and interpersonal 
sensitivity. Operationally defined, personal 
orientations are the intrinsically-driven personality 
characteristics which are measured by the Personal 
Orientation Inventory. 
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Personal orientations direct much of human 
behavior. In all facets of human endeavor and 
especially in the world of work, they appear to impact 
significantly on the degree to which one succeeds. 
Consequently, in examining the phenomenon of the 
paucity of minority executives in American 
corporations, it is ultimately important that the 
personal orientation of individual minority employees 
is examined. Such an examination could determine if 
differences in personal orientations account for 
differential levels of attainment within American 
corporations. 
Minority groups in general are underrepresented in 
the top echelons of American corporations (Dingle, 
1990; Johnson Publishing Co., 1990; Morrison & Von 
Glinow, 1990). Consequently, it would have been 
plausible to study any of the minority populations in 
examining this issue; however, the focus was on Blacks 
in this particular study. 
It appears that Black Americans have experienced 
more difficulty in claiming executive positions in 
corporate America than have members of other minority 
groups. Interest has been generated in contributing to 
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the resolution of this problem by suggesting ways that 
might increase the number of Black corporate 
executives. 
Evolution of the Problem 
Historically, Black Americans have had to 
struggle to acquire rights and privileges that were 
inalienably granted to most white Americans. Legal and 
social actions were undertaken to secure opportunities 
such as equal access to desegregated education; equity 
in the exercise of the franchise; fair access to 
housing; and fair employment practices (Johnson 
Publishing Co., 1971). 
The civil rights movement of the 1950s and 1960s 
was the major vehicle by which Blacks voiced and 
displayed their desire for equality. The movement led 
to the passage of monumental civil rights laws. With 
the enactment of these laws, especially the Civil 
Rights Act of 1964 which Franklin (1974) referred to as 
the most far-reaching and comprehensive law in support 
of racial equality enacted by Congress, Blacks and 
other minorities began to make significant gains 
throughout the fabric of American life. 
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Recently, a keen interest has developed in the 
progress of Blacks in corporate America. Prior to the 
civil rights era, most positions beyond custodial were 
off limits to Blacks employed in American corporations 
(Johnson Publishing Co., 1990). However, like other 
institutions in America, corporations began to employ 
Blacks at higher levels on the heels of the movement in 
the early 1970s. Yet after nearly twenty years of 
corporate employment above the custodial level, and 
even some involvement at the managerial level, this 
initial recognition of Black competence and upward 
mobility appears to have slowed down dramatically 
(Elie, 1987; Johnson Publishing Co., 1990). 
According to the Egual Employment Opportunity 
Commission, Black Americans comprised less than five 
percent of the managerial pool in Fortune 500 companies 
(Johnson Publishing Co., 1990). Most of these managers 
were stationed at lower and middle management levels. 
Only a select few had reached top executive status. 
Elie (1987) and others reported that many Black 
managers feel that their only way up the corporate 
ladder beyond middle management is out of the 
corporation. As a consequence, concern has developed 
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that there may be an exodus of Black middle managers 
from corporations into other settings and enterprises 
(Elie, 1987; Ellis, 1988; James, 1988; Taylor, 1986). 
Statement of the Problem 
Black executives, middle and senior, have been an 
elite group within the corporate structure. Black 
senior executives have been particularly rare. In a 
survey conducted by Korn and Ferry International in 
1979, of 1,708 senior executives polled, only three 
were black. In 1985, the list showed four Blacks 
(Jones, 1986). More recently, Ebony Magazine, a 
publication that has traditionally highlighted 
successes of Black Americans, presented eight 
individuals considered to be the top Black senior 
executives in corporate America (Johnson Publishing 
Co., 1990). 
While no specifics were given regarding the total 
number of Black executives, it was reported that Blacks 
comprised 4.9 percent of all managers in Fortune 500 
companies (Johnson Publishing Co., 1990). In all 
probability, most of the 4.9 percent were in lower 
level management positions. 
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Black middle managers, while representing a 
considerably larger number than their senior 
counterparts, have also been an underrepresented group 
in corporate America. Nevertheless, a number of them, 
because of their position within the corporate 
structure, have had the opportunity to reach top 
executive status. However, success in this regard has 
been very limited. Relatively few Black middle 
managers have been promoted to the top echelon of elite 
American corporations (Elie, 1987; Harris, 1990; 
Johnson Publishing Co., 1990). 
While there may be some validity in viewing 
corporate organizations as unfair in the promotion of 
Blacks, in this study the hypothesis of differential 
personal orientations was considered as the factor most 
strategically associated with this phenomenon. 
Therefore, the problem central to the present study 
was whether the personal orientations of Blacks 
promoted from middle-management to top management 
differed from the personal orientations of Blacks who 
were not promoted to top managerial levels, but 
remained in middle level positions. 
9 
Purposes of the Study 
The primary purpose of this study was to determine 
if there were any significant differences in the 
personal orientations of Black middle managers as 
compared to the personal orientations of Black top 
managerial executives employed in the most 
affluent/profitable American corporations. The study 
was also undertaken to determine if significant gender 
differences in personal orientations existed between 
Black male and Black female middle and upper level 
managers in corporate America. 
Significance of the Study 
American corporations have had a dismal record of 
promoting Blacks to top executive positions. While 
there has been much discussion on possible 
discriminatory practices, rarely has attention been 
given to intrapersonal dynamics of individual 
employees. In fact no empirical study was found that 
addresses this issue. Therefore, a significant aspect 
of this study is that it determined whether 
differences in personal orientations might result in 
differential patterns of promotion of Black managers in 
American corporations. 
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This study is also significant in that it is 
likely to stimulate additional research on the impact 
that personal orientations have on promotional 
patterns. Particularly, interest should be generated 
in assessing the corporate psychological climate and 
its concomitant system of values in comparison with the 
value orientations of Blacks and other ethnic 
minorities. 
It is highly probable that the findings of this 
study can be transferable to other settings such as 
educational institutions and governmental and human 
service agencies. Consequently, the results of this 
study should be of utility to researchers and 
practitioners in education, industrial psychology, 
governmental service, public administration as well as 
counseling and human development. 
Hypotheses of the Study 
Two major hypotheses were examined in this study. 
Stated in the null form they are as follows: 
1. There is no statistically significant 
difference in the personal orientations of 
Black middle managers as compared to the 
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personal orientations of Black top executives 
in Fortune 500 companies. 
2. There are no statistically significant gender 
differences in personal orientations between 
Black male and Black female middle managers 
and upper level executives in Fortune 500 
companies. 
CHAPTER II 
Review of the Literature 
The literature review covered issues concerning 
personal orientation. As such, definitions of personal 
orientation, and theories of how personal orientation 
is acquired were researched. 
Self-actualizing values, the qualities of personal 
orientation most pertinent to this study, were also 
examined. Subsequently, attention was given to 
measuring personal orientation. Finally, studies 
related to this research were reviewed. 
Personal Orientation 
Usage of the term personal orientation is uncommon 
in the literature. Traditionally, researchers and 
authors have used the term values or value orientation. 
As used in this study, personal orientation is the 
aggregate of an individual's values. As such, values 
and personal orientation may be viewed as synonymous 
constructs. 
Operationally defined, personal orientation is the 
composite of an individual's personal values and 
attitudes as measured by the Personal Orientation 
Inventory (Shostrom, 1974). Values are considered the 
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most fundamental characteristics of personal 
orientation. They have been described as the conception 
of the desirable that help to guide decision making 
(Leff, 1978). Similarly, Inlow (1972) indicated that 
values are the determiners in man that influence his 
choices in life and thus decide his behavior. In 
essence, values are at the core of human behavior. 
In the singular form, a value is a learned belief 
so thoroughly internalized that it colors the actions 
and thoughts of the individual and produces a strong 
emotional response when anything runs counter to it 
(Barry & Wolf, 1965). From a multidimensional 
perspective, Allport (1968) looked at values in six 
dimensions--theoretical, economic, esthetic, social, 
political and religious. He believed that people 
subscribe to all six values, but in widely ranging 
degrees. 
Theories of Acquisition 
Various schools of thought in psychology describe 
the acquisition of values. In psychoanalytic theory it 
is asserted that values evolve from the super-ego, 
which emerges as a result of identification with 
parents. Children first internalize the values of their 
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parents until they eventually develop their own 
personal orientation (Pettijohn, Bankhart, Fitzgerald, 
Misowich, Spiegler & Triplet, 1986). 
According to social learning theory, values are 
shaped via imitation, observation, and vicarious 
reinforcement. Although parents are obvious role 
models, children incorporate the values of a variety of 
models as they gradually shape their own personal 
orientation (Pettijohn, et al., 1986). 
Perceptual theory places emphasis on the child as 
an active agent in value acquisition. According to 
this view, children develop value schemata as a 
function of feedback from their self-initiated behavior 
(Pettijohn, et al., 1986). 
Abraham Maslow (1959), noted for his influence in 
helping to establish a humanistic orientation in 
American psychology, believed that human values derive 
from the human's biological nature. He espoused that a 
person fulfills himself through actualizing his 
potential as an organism. Capacities become needs, 
which in turn become the values (Simmons, 1982). 
While there may be some innate underpinnings of 
human values, it seems that learning plays a vital role 
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in value orientation. In that values directly 
influence how people behave, and to some extent the 
degree to which they become actualized, then it follows 
that some examination of self-actualizing values is in 
order. 
Self-Actualizing Values 
Maslow believed that the fulfillment of values 
occurs through the actualization of human potential 
through the person becoming what he or she can be 
(Simmons, 1982). He described self-actualization as 
the full use and exploitation of talents, capacities 
and potentialities (Maslow, 1959). He asserted that 
self-actualizing people seem to be fulfilling 
themselves and to be doing the best they are capable of 
doing. 
In order for a person to become self-actualized, 
he or she must have satisfied basic needs. Maslow 
(1959) stated, 
The criteria implies also gratification, past 
and present, of the basic needs for safety, 
belongingness, love, respect, and 
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self-respect, and of the cognitive needs for knowledge 
and for understanding, or in a few cases, conguest of 
those needs (p. 150). 
Maslow proposed that human desires are innately 
given and are arranged in an ascending hierarchy of 
priority or potency. The needs are, in order of their 
potency: (l)basic physiological needs; (2) safety 
needs; (3) belongingness and love needs; 
(4) self-esteem needs; and (5) self-actualization needs 
or the need for personal fulfillment (Hjelle & Ziegler, 
1981). 
Based on Maslow's hierarchy of needs, 
self-actualization is most highly ordered and valued. 
However, most people do not reach that level, at least 
in a sustained capacity, because they are occupied with 
satisfying lower order needs. 
Huizinga (1970) agreed that the needs for 
self-actualization seldom manifest themselves in the 
average person. Most individuals never grow all the 
way through the deficiency needs, but function 
primarily at the levels of the social and the esteem 
needs. However, self-actualizing values are strongly 
encouraged in American society. 
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The armed forces in America encourage young 
viewers through media campaigns to "be all you can be" 
by joining the service. Psychologists lead clients to 
believe that they can become more fully functioning and 
that they should strive to reach their fullest 
potentials. Gayle (1974) painted the picture clearly 
when he reported, "actualization of our inner nature, 
is the intense striving to become what we can become as 
persons in our own right through the fulfillment of our 
unique capacities and potentialities as human beings" 
(p. 77). 
In America individual achievement is glorified. 
In this country, in theory at least, everyone has equal 
opportunity and anyone can aspire to any social or 
economic position. With this powerful tradition of 
individualism, keen interest has focused on assessing 
individual differences. Measuring personal orientation 
is no exception. 
Measuring Personal Orientation 
The measurement of personal orientation or values 
in general raises controversial thought. Some believe 
it impossible to do. Handy (1970) put it succinctly: 
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The word "value" is almost as bad as 'it'. 
Grammatically it is a noun and hence we 
expect it to be a thing. The search for a 
thing called a value, however, is likely to 
be fruitless, for the context refers not to a 
thing which can be observed, weighed and 
measured, but to a process, the process of 
valuation (p. 185). 
Personal orientation is a hypothetical construct. 
It is the global representation of an individual's 
internal attributes. Consequently, in order to measure 
such traits the internal make-up of the individual must 
be probed. While a difficult task, it is nevertheless 
an extremely important enterprise for on all accounts 
values, the precursors to personal orientation do 
exist, and they determine much of human behavior. 
Shostrom (1965) developed the Personal Orientation 
Inventory (POI) to assess the self-actualization of an 
individual, as defined by Maslow (Simmons, 1982). 
Several POI scales focus on aspects of the 
self-actualized personality. One of them, 
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self-actualization value, is based explicitly on values 
which are typically (at least theoretically) held by 
self-actualized persons (Yonge, 1975). 
Review of Related Research 
Studies relevant to this research were reviewed. 
The focus of the review was on cultural and gender 
differences in personal orientations, and the personal 
orientations of Black executives. 
Cultural Differences in Personal Orientation 
When studying differences in personal orientation, 
consideration must be given to the impact of culture. 
Egan and Nugent (1983) focused on the concept of 
homeland in relation to value systems in two different 
countries, Ireland and the United States. In their 
study, 123 American and 135 Irish students were asked 
to write an essay on their homelands. In virtually all 
the American essays, the homeland was identified as a 
country in which there was a unique system. 
Contrarily, the Irish students identified the homeland 
with the rural landscape and with the associated 
culture, an older culture that they described as 
friendly and relaxed. 
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The results of the study indicated that the Irish 
participants discussed the homeland most naturally in 
the context of cultural and psychological values. The 
American participants' concept of homeland was related 
to political self-awareness, in particular the 
awareness of the role of their homeland in 
international politics. Therefore, this study 
suggested that cultural differences impact on 
differences in personal orientation. 
Cultural differences in personal orientation were 
also found when Eastern culture was compared to Western 
culture. Penner and Anh (1977) investigated the 
similarities and differences in value systems between 
Americans and Vietnamese. Values (personal 
orientation) were defined as single beliefs centrally 
located within a person's total belief system. Values 
were organized into two separate yet related systems: 
terminal values (beliefs about an end state of 
existence) and instrumental values (beliefs about a 
mode of conduct). 
The researchers administered the Rokeach Value 
Survey in order to study the value system of the 
subjects. A national sample of 1427 Americans and a 
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randomly selected group of 349 Vietnamese participated. 
Findings suggested that Vietnamese were more concerned 
about their security and less concerned about their 
individual freedom than were Americans. 
Penner and Anh concluded that what primarily 
differentiated the respondents from the two countries 
was not their goals in life (terminal values), but 
rather the means by which these goals are reached 
(instrumental values). Differences in instrumental 
values seemed to have been largely due to the presence 
of a Confucian influence in Vietnam. Instrumental 
orientation may have been less modifiable by 
experiential factors (e.g., education) than terminal 
values. Confucian ideology deals with a mode of 
conduct rather than an end state of existence. 
Gender Differences in Personal Orientation 
Undoubtedly, culture impacts significantly on 
gender differences in personal orientation. In most 
societies, including America, females and males have 
not been treated the same. Socialization processes 
have differed based on gender. Consequently, sex 
differences in value orientation prevail. A prime 
example of this is found in sexual attitudes. 
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Walsh, Ferrell and Tolone (1976) measured 
reference group selection with regard to sexual 
standards, perceived reference norms with respect to 
premarital sexual permissiveness, and the relationship 
of these variables to premarital sexual attitudes and 
behavior. Parents were viewed by the researchers as 
the least permissive reference group and peers or close 
friends as the most permissive. 
The study examined samples of college freshmen in 
1967 and 1970, and a follow-up on each sample in their 
senior years (1971 and 1974, respectively). Upon 
initial and final examination, females were found to be 
less permissive than males. However, longitudinally 
female permissiveness increased more dramatically than 
male permissiveness. This was evidenced because 
females, being of lower permissiveness, could and did 
experience greater increases before reaching their 
"ceiling" than could and did males. At any rate, this 
investigation supported previous research that had 
consistently indicated an increase in premarital sexual 
permissiveness among both sexes. It also supported the 
notion that there are gender differences in sexual 
attitudes. 
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Gender differences in work values have also been 
studied. Beutell and Brener (1986) conducted a study 
to determine if such differences existed. They dubbed 
work values as qualities that (1) people desire from 
their work, (2) reflect a correspondence between need 
and satisfaction, (3) are preferences and not moral 
imperatives, and (4) are more fundamental than 
interests. Gender differences were examined by using 
the P. J. Manhardt Scale. The participants were 202 
(118 males, 84 females) advanced undergraduate students 
majoring in business. 
Results indicated strong evidence of gender 
differences in work values. In comparison to men, 
women rated being in a comfortable work environment and 
having congenial associates more highly. Men were more 
concerned about income, advancement, working on central 
organizational problems and having responsibility. 
Females showed a preference for independence, 
accomplishment, use of knowledge and skills, use of 
education, social contribution, and intellectual 
stimulation. Males preferred leisure and security. 
A study by Powell, Posner and Schmidt (cited in 
Horne, 1987) represented one of the few studies done on 
24 
gender differences in managerial value systems. The 
investigators sought to determine (1) whether the 
similarities in the value systems of male and female 
managers outweighed the differences, and (2) whether 
the differences that existed were consistent with the 
traditional American stereotypes about male and female 
roles. 
An extensive survey was designed to examine 
managers' values, expectations and approaches to 
ethical issues. The sample for the study consisted of 
130 pairs of respondents matched according to age, 
education, salary, and hierarchial level. The median 
subject was 35-45 years of age, had completed some 
graduate work, earned $20,000-$39,000 per year, was at 
the middle manager level, and had less than 10 years of 
managerial experience. 
The results indicated that the male and 
female-matched subjects were similar in values in some 
areas : which people they consulted to help resolve 
ethical dilemmas, and on the factors believed to 
influence unethical behavior by managers. They were 
different in values in other areas: emphasis placed on 
career versus family/home life; perceptions of the 
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concern of others for ethical issues; extent of 
religious beliefs and practices; and importance of 
certain organizational goals, personal traits, and key- 
stakeholders . 
The results gave little support for viewing male 
and female managers in traditional sex-role 
stereotypes. Women did not show greater concern for 
socially-oriented goals, (e.g., high morale, value to 
the community, and service to the public) than men, but 
contrary to stereotypes, did show greater concern for 
certain production-oriented goals (high productivity 
and efficiency). Women had a greater tendency than men 
to rate as more important traits such as ability, 
ambition and skill which stereotypically are considered 
more important to men. 
Overall, this study and others (Malveaux & 
Wallace, 1987; Morrison & Van Glinow, 1990) have 
indicated that managerial success is not differentiated 
based on gender differences in personal orientation. 
Successful managers, male or female, have essentially 
the same value orientations. 
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Personal Orientations of Black Executives 
Very few articles relative to the personal 
orientations of black managers have been published. 
Watson and Barone (1976) cited the following four 
reasons for the dearth of empirical research in this 
area: (a) only in recent years has the Black individual 
reached positions in industry that could be considered 
managerial; (b) thus far the primary emphasis in 
business research pertaining to minority groups has 
been related to job discrimination and methods of 
employing the hard-core unemployed; (c) many business 
firms are reluctant to participate in studies involving 
Black managers for fear that unfavorable repercussions 
will develop as a result of singling out their Black 
managers; and (d) many Blacks themselves do not want to 
participate in such projects as they do not want to be 
isolated as individuals. 
While research activity in this area remains low, 
the recently significant increase in the number of 
Black executives employed in corporate America is 
likely to bring about a corresponding increase in 
empirical studies which focus on their personal 
orientation. 
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Previous research has primarily focused on 
comparing the values of Black managers with the values 
of white managers. Watson and Barone (1976) conducted 
a study on the self-concept, personal values and 
motivational orientations of Black and white managers. 
Sixty-four Black and 64 white managers from mostly 
large organizations listed in the Fortune Directory 
participated in the study. The Index of Adjustment and 
Values was used to measure the self-concept, the 
Personal Values Questionnaire was used to evaluate the 
personal values and the Thematic Apperception Test was 
used to measure the levels of achievement, power and 
affiliation motivation. 
The overall results indicated that the two groups 
of managers had very similar profiles on all three of 
the dimensions. The study suggested that successful 
Black managers possessed the same value orientations as 
successful white managers. 
In a study conducted by Watson and Williams 
(1977), the relationship between managerial values and 
managerial success of Black and white managers was 
assessed. Sixty-four Black male and 64 white male 
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managers from a variety of business organizations 
completed the Personal Values Questionnaire. 
The study was undertaken to determine if a 
relationship existed between the managerial success of 
Black managers and their personal values, as was found 
to be true by England (1967) in his study of white 
managers. The managerial success index was a measure 
of pay relative to age. 
The results indicated that while there was a 
relationship between personal values and the managerial 
success of Black managers, the significance of that 
relationship was not as strong for that group as it was 
for the white managers. Nevertheless, the findings do 
not refute the basic thesis of England and Lee (1974) 
that personal values can be used in the selection 
process of corporate managers, Black or white. This is 
asserted because several characteristics of personal 
orientation have been found to be predominating factors 
in managerial success. 
No empirical studies were found relative to 
differences in personal orientation between Black 
middle managers and Black senior executives. Perhaps 
the primary reason for this was that there was a 
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paucity of Blacks at these levels within the corporate 
structure. Black senior executives were especially 
rare. However, the prognosis was for a brighter 
future. According to an Equal Employment Opportunity 
Commission report (cited by Bradsher, 1988), the number 
of minorities, namely women, Blacks and Hispanics, in 
corporate management had quadrupled since 1970. 
Consequently, the opportunity for undertaking research 
focusing on the values of Black executives has become 
more feasible. 
Previously, most observations regarding the 
paucity of Black executives have been based on opinion. 
A number of corporate personnel executives attributed 
the paucity of Black top executives to the relatively 
brief period Blacks have held management positions in 
American corporations (Benton, 1984). It was contended 
that those who possessed the appropriate orientations 
would advance in time as did their white colleagues. 
Likewise, Newton (1985) reported that it was inevitable 
that ambitious Blacks would reach the top rung of 
corporate structures. 
All of the opinions withstanding, no empirical 
data was available to support them. The need for such 
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investigation was obvious. This study has provided a 
step in that direction. 
CHAPTER III 
Methodology 
The implementation of this study began on June 19, 
1989. From that time until November 17, 1989, 
pre-research activities were conducted. The actual 
research period extended from November 29, 1989 to 
March 3, 1990. Mail-out survey research techniques 
were utilized. The methods are detailed below. 
Site/Setting 
The home base for the study was Atlanta, Georgia. 
The sites were corporate institutions that were listed 
as Fortune 500 companies. Four hundred thirty-three 
Fortune 500 companies had operations in Atlanta 
(Atlanta Chamber of Commerce, 1988). Seventeen of 
these companies were headquartered in this major 
industrial city located in the southeastern part of the 
United States. Twenty-two corporations were 
represented in the study. 
Subject Pool 
The subject pool was comprised of all Black middle 
and senior level managers employed in Fortune 500 
companies. However, no information was available with 
regard to the specific number of such individuals. The 
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researcher relied on the recommendations and input of 
corporate officials, members of business organizations 
and other individuals knowledgeable about Black 
executives in corporate America. Through this process 
a pool of 65 prospective participants was obtained. 
Sample 
The voluntary participants were Black male and 
female middle and senior level managers. The sample 
size was 31. Twenty-five males and six females 
participated. Six males and three females were senior 
level executives. Nineteen males and three females 
were middle managers. Ages for the participants ranged 
from 27 to 63 years. Each participant completed the 
Personal Orientation Inventory and a personal data 
sheet. 
Instruments 
Two instruments were employed in this study. The 
Personal Orientation Inventory was used to assess the 
personal orientation of each participant. A personal 
data sheet was employed to gather demographic 
information from each participant. Descriptions of 
both instruments follow. 
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Personal Orientation Inventory 
The Personal Orientation Inventory (POI) was 
employed to assess the personal orientation of each 
participant. The POI was designed to assess the degree 
to which an individual's attitude and values compare 
with those of self-actualizing people (Shostrom, 1965). 
There are 150 two-choice comparative value and behavior 
judgments on the POI. The respondent is asked to 
choose one of the two statements to each item which is 
true or mostly true as applied to that particular 
individual (Shostrom, 1963). 
Two major POI scales, the time scale and the 
support scale, provide ratio scores that are viewed as 
important in personal development and interpersonal 
interaction. The 23 items of the time scale measure 
the degree to which an individual lives in the present 
free of stagnating concern over past events and future 
uncertainties. The support scale, which has 127 items, 
assesses the degree to which an individual is guided by 
his own inclinations (inner-directed) in contrast to 
responding to external forces (other-directed). The 
two ratio scores yielded are time incompetence/time 
competence (time ratio) and other directed/inner 
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directed (support ratio). The two scales are presented 
as ratio scores because they are viewed as being 
clinically interpretable in relative or proportional 
terms (Shostrom, 1974). 
Ten subscales comprise the remainder of the POI. 
Each of the subscales were designed to obtain scores 
that reflect an aspect important in the development of 
the self-actualizing person. The ten subscales and a 
brief description of each are as follows: 
1. Self-Actualizing value - measures affirmation 
of primary values of self-actualizing 
persons. This scale is comprised of 26 
items. 
2. Existentiality - measures ability to 
situationally or existentially react without 
rigid adherence to principles. This scale 
has 32 items. 
3. Feeling Reactivity - measures sensitivity of 
responsiveness to one's own needs and 
feelings. There are 23 items on this scale. 
Spontaneity - measures freedom to react 
spontaneously or to be oneself. Eighteen 
items address spontaneity. 
4. 
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5. Self-Regard - measures affirmation of self 
because of worth or strength. Sixteen items 
address self-regard. 
6. Self-Acceptance - measures affirmation or 
acceptance of self in spite of weaknesses or 
deficiencies. Twenty-six items measure 
self-acceptance. 
7. Nature of Man - measures degree of the 
constructive view of the nature of man, 
masculinity, femininity. Sixteen items 
makeup this scale. 
8. Synergy - measures ability to be synergistic, 
to transcend dichotomies. This scale is 
comprised of nine items. 
9. Acceptance of Aggression - measures ability 
to accept one's natural aggressiveness as 
opposed to defensiveness, denial, and 
repression of aggression. This scale has 25 
items. 
10. Capacity for Intimate Contact - measures 
ability to develop contactful intimate 
relationships with other human beings, 
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unencumbered by expectations and obligations. 
On this scale are 28 items (Shostrom, 1974). 
The POI is a self-administered inventory which is 
presented in booklet form. Examinees record answers on 
either a hand-scoring or machine-scoring answer sheet. 
Directions for the examination are found on the front 
cover of the Inventory booklet. (See Appendix C) There 
is no time limit for administration. Testing time is 
usually about 30 minutes. 
Machine-scoring answer sheets were employed in the 
present study. Machine-scoring answer sheets are 
processed by the Educational and Industrial Testing 
Service (EdITS), San Diego, California. Responses on 
the answer sheets are made with a number 2 pencil. A 
four digit ID is used to identify each respondent. 
Subgroups (e.g., middle managers and senior level 
managers) are identified by the first digit of the ID 
and subject number in the following three digits. 
EdITS profiles the results in the form of a listing of 
POI scores and ID number for each examinee. A summary 
table showing the sums of scores, sums of squared 
scores, mean and variance for each POI score is also 
included (Shostrom, 1974). 
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Normative data for the POI has been obtained using 
various groups--high school and college students, 
selected occupational groups and selected clinical 
groups. The instrument has also been evaluated for 
discrimination in sex differences using various 
comparable male and female groups. The general 
consensus is that while significant gender differences 
were found on a few scales when comparing some groups, 
overall there is no substantial evidence to support 
significant sex differences on the POI (Shostrom, 
1974). 
The validity of the POI was originally tested on 
nominated groups. Clinical psychologists nominated two 
groups of individuals they judged as either "relatively 
self-actualizing" or "non-self-actualizing" adults. 
Results indicated that the POI significantly 
discriminated between clinically judged 
self-actualizing and non-self-actualizing groups on 11 
of the 12 scales (Shostrom, 1964). 
Several studies have supported the validity of the 
POI as a measure of self-actualization (Fox, Knapp & 
Michael, 1968; Murray, 1972; Pearson, 1966; Shostrom & 
Knapp, 1966; Weir & Gade, 1969; and Zaccaria & Weir, 
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1967). Bloxom (1972) reported the content validity of 
the POI to be "good." The reliability coefficients 
ranged from .55 to .85. 
The POI scales were developed around value 
concepts which have broad personal and social relevance 
(Shostrom, 1974). Consequently, its employment in a 
variety of settings (e.g., colleges, business and 
industry, clinics and counseling agencies) is 
appropriate. 
Personal Data Sheet 
A personal data sheet was devised by the 
researcher for employment in this study. (See Appendix 
D) This one page survey elicited basic demographic and 
other relevant information about each participant. 
Specific categories on the instrument included basic 
demographics (age, sex, race and marital status), 
education and special schooling, employment status and 
salary range. Obtained information from the 
participants in this study is profiled in the results 
section. 
The format and content of the personal data sheet 
were generated from the Personal Data Form designed by 
Career Management of Atlanta, Incorporated. The 
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Personal Data Form has been employed primarily with 
business executives (Clifford, 1988). 
Procedure 
There were three research study periods. They 
were the pre-research, research and post-research 
periods. The following procedural steps listed in 
chronological order were undertaken for each of the 
study periods. (See Table 3.0) 
Pre-research Period 
1. Identified Fortune 500 companies from which 
the subjects could be obtained. 
2. Contacted by letter the chief executive 
officer (CEO) of each of the identified 
sites. (See Appendix A) This procedure was 
undertaken to inform the CEO of the purpose 
of the study and to garner support and 
assistance in securing the subjects. 
3. Contacted by telephone the chief executive 
officer of each of the identified sites as a 
follow-up to the letter. 
4. Contacted by telephone the potential subjects 
to inform them of the purpose of the study 
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and to obtain their verbal consents to 
participate. 
Research Period 
5. Mailed the research packet (cover letter, 
instruments, answer sheets, no. 2 pencil and 
a return postage envelope) to each consenting 
subject. (See Appendix B) 
6. Followed-up by telephone those subjects who 
had not returned testing materials 15 days 
subsequent to the mail-out. 
7. Collected data by return mail. 
Post-Research Period 
8. Analysis of the data. 
9. Termination of the research. 
Data Collection 
All study data was collected by the researcher. 
As a safeguard against confidential information being 
disclosed, each participant was identified by a 
previously assigned four digit ID code. No individual 
names were used. The ID coded answer sheets were sent 
to EdITS for scoring. 
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Table 3.0 List of Procedures, Activities and Forms by 
Research Period 













































Personal orientations, the independent variables 
examined in this study are attribute variables. 
Attribute variables are characteristics that a subject 
possesses before the study begins (Ary, Jacobs and 
Razaveh, 1985). There was no attempt to manipulate the 
independent variables, but to assess these attributes 
in the subjects to determine if they might result in 
differential levels of attainment within the corporate 
structure. 
In that the study was comparative in nature, 
t-tests, which measure differences between group means 
were employed. In this ex post facto research study 
(Kerlinger, 1973), the significance of difference 
between the mean POI scores of the middle managers and 
the mean POI scores of the senior executives were 
assessed to test Hypothesis One. Hypothesis Two, 
regarding gender differences in personal orientation, 
was also tested by using the critical t ratio. The .05 
level of confidence was the index used in testing both 
hypotheses. 
Frequency analyses in numbers and percents were 
generated from information reported on the personal 
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data sheets. This was done to demographically describe 
and analyze the sample population. 
Human Subjects Contract 
No human subjects contract was needed for this 
study because direct services were not provided. The 
voluntary participants only had to complete two survey 




Results for this study were divided into two 
sections: Section A and Section B. Section A contains 
results regarding demographic data obtained from the 
employment of a personal data sheet. Section B details 
results regarding personal orientations of the sample 
population acquired by the self-administration of the 
Personal Orientation Inventory. 
Section A: Demographic Data 
Demographic data included the following variables: 
age, sex, race, religion, marital status, number of 
children, education, employment status and salary. 
Age 
As shown in Table 4.1, of 31 survey respondents, 
one (or 3%) was between 25-29 years of age; four (or 
13%) were between 30-34 years of age; seven (or 22%) 
were between 35-39; meanwhile, 11 (or 35%) were between 
40-44 years of age; five (or 16%) were between 45-49 
and three (or 10%) were 50 years of age or above. 
Therefore, the typical study participant was between 




Table 4.1 shows that of 31 study participants, six 
(or 19%) were female and 25 (or 81 %) were male. 
Consequently, the typical study participant was male. 
Race 
As depicted in Table 4.1, all 31 (or 100%) 
participants in this study were Black. 
Religion 
As shown in Table 4.1, of 31 study participants, 
26 (or 85%) were Protestant; one (or 3%) was Catholic; 
one (or 3%) was of the Bahai' faith; one (or 3%) 
reported none and two (or 6%) gave no response. 
Therefore, the typical study participant was Protestant 
in religious orientation. 
Marital Status 
As shown in Table 4.2, of 31 study participants, 
five (or 16%) were single while 23 (or 74%) were 
married. In addition, three (or 10%) of the 
respondents were divorced. Therefore, the typical 
study participant was married. 
Education 
Table 4.2 indicates that of 31 study participants, 
13 (or 42%) had completed college; 14 (or 45%) had 
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completed a masters program; three (or 10%) had 
completed post graduate work and one (or 3%) did not 
respond to this item. Consequently, the typical study 
participant had received a masters degree. 
Table 4.1 Sample Demographic Characteristics by 
Age, Sex, Race and Religion in Numbers 
(#) and Percents (%) (N=31) 
Age # o o 
25-29 1 3 
30-34 4 13 
35-39 7 23 
40-44 11 35 
45-49 5 16 
50 & above 3 10 
Total 31 100 
Race # % 
Black 31 100 
Total 31 100 
Sex # o 'o 
Female 6 19 
Male 25 81 
Total 25 100 
Religion # o o 
Protestant 26 85 
Catholic 1 3 
Bahai 1 3 
None 1 3 
No Response 2 6 
Total 31 100 
Salary 
Table 4.2 shows that of 31 study participants, two 
(or 6.5%) had salaries ranging from $25,000-34,999; two 
(or 6.5%) had salaries ranging from $35,000-44,999; 
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Table 4.2 Results of frequency of Analysis by 
Marital Status, Education, Salary and 
Number of Children (N=31) 
Marital Status # 0, 0 
Single 5 16 
Married 23 74 
Separated 0 0 
Divorced 3 10 
Widowed 0 0 
Total 31 100 
Salary # o, 0 
$25,000- 34,999 2 6.5 
35,000- 44,999 2 6.5 
45,000- 54,999 5 16.0 
55,000- 64,999 8 25.7 
65,000- 74,999 3 9.7 
75,000- 84,999 2 6.5 
85,000- 94,999 2 6.5 
95,000- 104,999 0 0.0 
105,000- 124,000 4 12.9 
125,000- above 3 9.7 
Total 31 100.0 
Education # 
College 13 42 
Masters 14 45 
Post Graduate 3 10 
No Response 1 3 
Total 31 100 
Children # % 
None 5 16.0 
One 13 42.0 
Two 10 32.2 
Three 2 6.5 
Four 1 3.2 
Total 31 100.0 
five (or 16%) had salaries ranging from $45,000-54,999; 
eight (or 25.7%) had salaries ranging from 
$55,000-64,999; three (or 9.7%) had salaries ranging 
from $65,000-74,999; two (or 65.%) had salaries ranging 
from $75,000-84,999; two (or 6.5%) had salaries ranging 
from $85,000-94,999; four (or 12.9%) had salaries 
ranging from $105,000-124,000 and three (or 9.7%) had 
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salaries of $125,000 and above. As a consequence, the 
typical study participant had a salary ranging from 
$55,000-64,999. 
Number of Children 
As indicated in Table 4.2, of 31 study 
participants, five (or 16%) had no children; 13 (or 
42%) had one child; 10 (or 32.3%) had two children; two 
(or 6.5%) had three children and one (or 3.2 %) had 
four children. Therefore, the typical participant had 
one child. 
Employment Status 
As shown in Table 4.3, of the 31 study 
participants, three (or 10%) were female middle 
managers; 19 (or 61%) were male middle managers; three 
(or 10%) were female senior managers and six (or 19%) 
Table 4.3 Employment Status Comparison by Gender, 
Numbers (#) and Percents (%) (N=31) 
Employment Status Gender # o, o 
Middle Management Female 3 10 
Male 19 61 
Senior Management Female 3 10 
Male 6 19 
Total 31 100 
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were male senior managers. Therefore, the typical 
participant was a male middle manager. 
Table 4.4 shows that of 31 study participants, two 
(or 6.5%) were male middle managers in their current 
level of management for one to five years; one (or 
3.2%) was a female senior manager and two (or 6.5%) 
were male senior managers for that length of time. 
In their current levels for six to ten years were 
one (or 3.2%) female middle manager; five (or 16%) male 
middle managers, and two (or 6.5%) male senior 
managers. Two (or 6.5%) female middle managers, seven 
(or 22.6%) male middle managers, and one (or 3.2%) 
female senior manager were in their current management 
levels for 11-15 years. 
Three (or 9.7%) male middle managers have held 
their current management level for 16-20 years. One 
(or 3.2%) male middle manager has been in his current 
management level for 21-25 years. Two (or 6.5%) male 
middle managers, one (or 3.2%) female senior manager 
and one (or 3.2%) male senior manager gave no response 
regarding the length of service at their current 
management levels. Therefore, the typical participant 
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Table 4.4 Length of Service and Employment 
Status by Gender, Numbers (#) and 





Gender # o o 
1-5 years MM Female 0 0.0 
Male 2 6.5 
SM Female 1 3.2 
Male 2 6.5 
6-10 years MM Female 1 3.2 
Male 5 16.0 
SM Female 0 0.0 
Male 2 6.5 
11-15 years MM Female 2 6.5 
Male 7 22.6 
SM Female 1 3.2 
Male 0 0.0 
16-20 years MM Female 0 0.0 
Male 3 9.7 
SM Female 0 0.0 
Male 0 0.0 
21-25 years MM Female 0 0.0 
Male 1 3.2 
SM Female 0 0.0 
Male 0 0.0 
No Response MM Female 0 0.0 
Male 2 6.5 
SM Female 1 3.2 
Male 1 3.2 
Total 31 100.0 
Note. MM = Middle Management; SM = Senior Management 
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was a male middle manager employed in his current level 
of management for 11-15 years. 
Summary 
The typical study participant was a Black male 
middle manager between 40-44 years of age who had 
obtained a masters degree, and had an income between 
$55,000-$64,999. He has been employed in his current 
managerial level for 11-15 years. Typically, he is 
also married, has one child, and is Protestant. 
Section B: Sample Population Results 
on the Personal Orientation Inventory 
This section contains the statistical results of 
the participants' performance on the Personal 
Orientation Inventory. The primary null hypothesis 
tested was that there is no statistically significant 
difference in the personal orientations of Black middle 
managers as compared to the personal orientations of 
Black senior level executives. 
Table 4.5 depicts the mean, standard deviation and 
variance on the 14 POI scales. As illustrated, there 
was a great degree of variance among the participants 
on the Other Directed (a^=78.68) and Inner Directed 
(a -176.91) scales. Overall, however, the standard 
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Table 4.5 Mean, Standard Deviation and 
Variance of the Sample Population 
on the POI Scales (N=31) 
Scale Mean Standard 
Deviation 
Variance 
Time Incompetent 6.00 1.60 2.56 
Time Competent 16.584 3.77 14.21 
Other Directed 41.68 8.87 78.684 
Inner Directed 83.03 8.77 76.81 
Self-Actualizing 
Value 20.58 2.72 7.40 
Existentiality 17.48 3.63 13.18 
Feeling Reactivity 15.64 0.86 0.74 
Spontaneity 12.77 2.30 5.29 
Self-Regard 13.74 1.75 3.06 
Self-Acceptance 14.74 3.51 12.32 
Nature of Man, 
Constructive 11.35 1.87 3.50 
Synergy 6.74 1.17 1.37 
Acceptance of 
Aggression 16.87 2.26 5.11 
Capacity for 
Intimate Contact 18.67 3.35 11.22 
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deviations and variances were relatively low. 
Therefore, the managers seem to be fairly homogeneous. 
Table 4.6 illustrates how the two groups of 
managers differentiated on each of the POI scales. 
Results show that on eight scales there were no 
significant differences in scores between the middle 
managers and senior level executives. However, 
significant differences were found on six scales. 
Results on the Time Incompetent scale show a 
significant t-value of 2.21 (df=29, p<.05). On the 
Time Competent scale the t-value was 2.08 (df=29, 
p<.05). Significant difference was also found on the 
Inner Directed scale (t=2.63, df=29, p<.05). On the 
Self-Regard and Self-Acceptance scales, t-values were 
2.61 and 2.07, respectively (df=29, p<.05). 
The middle managers had significantly higher mean 
scores on each of the above-mentioned scales except 
one, Time Incompetent. The senior managers mean score 
was significantly higher on that scale. Therefore, 
with regard to the following scales: Time Incompetent; 
Time Competent; Inner Directed; Existentiality; 
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Self-Regard; and Self-Acceptance, Hypothesis One was 
rejected. There were statistically significant 
differences between the two groups on those scales. 
Hypothesis One was accepted for the following 
scales: Other Directed (t=1.86, df=29, p>.05); 
Self-Actualizing Value (t=1.89, df=29, p>.05); Feeling 
Reactivity (t=0.78, df=29, p>.05); Spontaneity (t=1.39, 
df=29, p>.05); Nature of Man, Constructive (t=0.17, 
df=29, p>.05); Synergy (t=0.89, df=29, p>.05); 
Acceptance of Aggression (t=1.19, df=29, p>.05); and 
Capacity for Intimate Contact (t=1.45, df=29, p>.05). 
No significant differences were found between the two 
managerial groups on those POI scales. Therefore, 
overall, the null hypothesis regarding differences in 
personal orientations between Black middle managers and 
senior level executives could not be rejected. 
Hypothesis Two, regarding gender differences was 
also tested. Table 4.7 illustrates the results. As 
shown, no difference of statistical significance was 
found on any of the 14 POI scales when comparing 
managers by gender. For each scale the degrees of 
freedom were 29, p>.05. Consequently, the hypothesis 
of no differential personal orientations between Black 
Table 4.6 T-test Values of the Sample Population on the POI Scales (N=31) 
Standard 
Scale Group Mean Deviation t-value df Probability 
Time Incompetent MM 5.18 2.92 
SM 8.00 3.53 2.21 29 0.30* 
Time Competent MM 17.32 2.79 
SM 14.78 3.39 2.08 29 0.40* 
Other Directed MM 39.82 8.05 
SM 46.22 9.17 1.86 29 0.07 
Inner Directed MM 85.50 8.18 
SM 77.00 7.10 2.63 29 0.01* 
Self-Actualizing MM 21.14 2.12 
Value SM 19.22 3.15 1.89 29 0.07 
Existentiality MM 18.50 3.42 
SM 15.00 2.79 2.63 29 0.01* 
Feeling Reactivity MM 15.86 2.26 
SM 15.11 2.56 0.78 29 0.44 
Spontaneity MM 13.09 2.02 
SM 12.00 1.63 1.39 29 0.17 
Self-Regard MM 14.23 1.31 
SM 12.56 2.06 2.61 29 0.01* 
U1 
Ln 
Table 4.6 (con't.) T-test Values of the Sample Population on the POI Scales 
(N=31) 
Scale Group Mean 
Standard 
Deviation t-value df Probability 
Self-Acceptance MM 15.55 3.46 
SM 12.78 2.74 2.07 29 0.05* 
Nature of Man, 
Construction MM 11.32 1.79 
SM 11.44 1.95 0.17 29 0.87 
Synergy MM 6.86 1.01 
SM 6.44 1.42 0.89 29 0.38 
Acceptance of 
Aggression MM 17.18 2.35 
SM 16.11 1.79 1.19 29 0.24 
Capacity for 
Intimate Contact MM 19.23 2.57 
SM 17.33 4.35 1.45 29 0.16 
Note. MM = Middle Manager; SM = Senior Manager 
*£ < .05 
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Table 4.7 (con't) T-test Gender Comparisons of the Sample Population on the 
POI Scales (N=31) 
Standard 
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0.69 0.98 29 0.33 
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Table 4.7 (con't) T-test Gender Comparisons of the Sample Population on the 
POI Scales (N=31) 
Scale Mean 
Standard 




















female middle and upper level managers in comparison 
with Black male middle and upper level managers was 
accepted. 
Summary 
Statistically significant differences between the 
mean scores of the middle managers and the mean scores 
of the senior level executives were found on six of the 
14 POI scales. The six scales were Time Incompetent; 
Time Competent; Inner Directed; Existentiality; 
Self-Regard; and Self-Acceptance. Therefore, at the 
.05 level of confidence the null hypothesis that there 
would be no statistically significant difference was 
rejected for those particular scales. 
No statistically significant difference was found 
on the majority (eight) of the POI scales. These 
scales were Other Directed; Self-Actualizing Value; 
Feeling Reactivity; Spontaneity; Nature of Man; 
Synergy; Acceptance of Aggression; and Capacity for 
Intimate Contact. On those scales the null hypothesis 
was accepted. Overall, then, there was no conclusive 
evidence to suggest significant differences in the 
personal orientations between Black middle managers and 
Black senior executives. 
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With regard to the null hypothesis generated 
around gender differneces, it was accepted at the .05 
level of confidence for each of the 14 POI scales. No 
significant gender differences were found on any scale. 
Therefore, there was no conclusive evidence to suggest 
significant differences between personal orientations 
of Black executives based on gender. 
CHAPTER V 
Discussion 
The purpose of this study was to determine if 
there were significant differences between the personal 
orientations of Black middle managers and the personal 
orientations of Black senior level executives. A 
secondary purpose was to determine if there were 
significant gender differences in personal orientations 
between Black female middle and upper level managers 
and Black male middle and upper level managers. 
Results of the study regarding the personal 
orientations of the sample population are discussed 
below. 
Personal Orientations of the Sample 
It was stated in the first null hypothesis that 
there would be no statistically significant difference 
in the personal orientations of Black middle managers 
and the personal orientations of Black senior level 
executives. Contrary to that assumption, the middle 
managers scored significantly higher than their senior 
level counterparts on five of the POI scales that 
assess self-actualizing tendencies. 
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Specifically, higher mean scores were found among 
the middle managers in time competence, inner 
directedness, existentiality, self-regard and 
self- acceptance. This means that in this study, in 
comparison to the senior managers, the middle managers 
tended to live more in the present (time competent), be 
more independent and self-supportive (inner-directed), 
be more flexible in application of values 
(existentiality), have higher self-worth (self-regard), 
and be more accepting of self in spite of weaknesses 
( self-acceptance). The senior managers scored 
significantly higher in the area of time incompetence 
(live more in the past or future) (Shostrom, 1965). 
In that no previous research comparing personal 
orientations of Black middle managers and Black senior 
executives had been conducted, there was no evidence to 
support or refute these findings. Consequently, there 
is a dire need for more research in this area. 
Based on the results, one might assume that since 
the middle managers seemed to have had more 
self-actualizing tendencies than did the senior 
managers, the levels of functioning of the managers 
within the corporate structure should have been in 
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reverse order. However, it must be noted that 
individuals who make it to the top rung of highly 
competitive organizations such as Fortune 500 companies 
tend to exhibit behaviors that are culturally specific 
with respect to success within those types of 
environments. 
In essence, top executives are more likely to be 
involved in work and social activities that are 
generally more beneficial to the organization than to 
themselves personally. They possess the political 
savvy necessary to successfully maneuver around and 
through roadblocks like "glass ceilings." Moreover, 
upper managers tend to be more creative and possess 
excellent communication and leadership skills that 
enable them to motivate others (Kennedy, 1988). 
The unique qualities of the senior managers in 
this study might be evidenced by the larger 
discrepancies of scores on most of the POI scales. The 
senior managers, based on standard deviation and 
variance scores, seemed to be less homogeneous as a 
group than were the middle managers. Consequently, 
caution must be taken in viewing the middle managers as 
more capable in functioning in higher levels of 
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management than the group of senior managers on the 
basis of higher self-actualizing scores. 
Nevertheless, the prognosis is that given the 
chance, the group of middle managers who participated 
in this study are likely to be capable of succeeding in 
the top echelon of corporate structures as have the 
senior level participants. This assertion is made 
because the two managerial groups seemed not to differ 
significantly demographically, as well as in terms of 
personal orientation. 
Opportunity, then, seems to be the key element 
involved in the success of Black managers in top 
executive positions in corporate America. Hopefully, 
institutional racism does not continue to be a 
determining factor as some have surmised (Bradsher, 
1988; Dingle, 1990; Graves, 1990; Katzell and Thompson, 
1990). Certainly, in that the corporate workplace is 
becoming more culturally diversified (Dingle, 1990), 
progressive leadership is needed that is also 
culturally diversed (Graves, 1990). The middle 
managers who participated in this study seem to have 
readied themselves for the challenge. In that they are 
middle managers, they are strategically located for 
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ascension to the top. Therefore, a follow-up on their 
progress is warranted. 
Gender Differences in Personal Orientations 
It was stated in the second null hypothesis that 
there would be no statistically significant difference 
in the personal orientations of Black female middle and 
upper level managers when compared with Black male 
middle and upper level managers. When this hypothesis 
was tested at the .05 level of confidence, t-tests 
showed no significant differences on each of the 14 POI 
scales. Therefore, the null hypothesis regarding no 
significant gender differences was accepted. 
The results of this study parallel other studies 
that show no significant sex differences in personal 
orientation. There is considerable evidence that women 
and men in management roles have similar aspirations, 
values, and other personality traits as well as 
job-related skills and behaviors (Dipboye, 1987; 
Dobbins and Platz, 1986; Harlan and Weiss, 1981; 
Powell, 1988; White, Crino and Desanatis, 1981). 
Consequently, women should experience the same degree 
of managerial success as men. However, this is not the 
case. 
67 
A "glass ceiling" seems to exist for women with 
respect to advancement to top managerial positions 
(Katzell and Thompson, 1990). Black women have been 
reported to be doubly disadvantaged (Malveaux and 
Wallace, 1987). Being Black and female hampers the 
progress of even talented managers. Nevertheless, 
several Black women have postured themselves for the 
opportunity to ascend to the top. 
As is true with their Black male middle manager 
counterparts, the Black female middle managers who 
participated in this study seem to be ready for top 
management positions. Again, opportunity is the key. 
Certainly their results on the Personal Orientation 
Inventory support previous studies (Malveaux & Wallace, 
1987; Powell et al, 1984) that have shown that there 
are not significant differences between the personal 
orientations of male and female corporate managers. As 
a consequence, the onus seems to be on the corporate 
leadership to provide avenues for greater opportunities 




The plight of Black managers within the corporate 
structure became increasingly more interesting 
throughout the progression of this project. It became 
evident that a number of persons, including Black 
managers had personally determined the primary cause 
for the paucity of Black upper level managers. Most 
pointed to inadeguate efforts or interest of the 
corporate leadership to open doors for more Blacks to 
ascend to the top. 
While much of that is apparently true, it seems 
that Black managers also have a major responsibility in 
generating more interest in upward mobility for 
themselves and others who are underrepresented in the 
top echelon. In other words, there must be cooperative 
ventures on both the parts of the predominately white 
corporate leadership and Black managers themselves. 
Those Black managers who have made it to the top must 
certainly play a vital role. Seemingly, they have 
mastered the ability for upward ascension. 
In the vein of cooperative spirit and enterprise, 
the following recommendations for increasing the number 
of Black top level executives are offered: 
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1. Corporations should establish Black Executive 
Internships and/or Administrative Fellowships 
for Black middle managers who express 
interest in top leadership positions. 
2. Every Black senior executive should provide 
mentorship for at least one Black middle 
manager, with the focus of facilitating the 
middle manager's progression to the top. 
3. Corporations, Black executives and faculty of 
undergraduate and graduate business schools 
with large Black student populations should 
engage in extensive collaborative activities 
in the areas of curriculum and leadership 
development, as evidenced by executive 
exchange programs, faculty endowments, 
faculty and student internships and periodic 
symposia addressing Black executive 
leadership and recruitment. 
4. Corporate leaders should engage in 
multicultural leadership development training 
activities that are provided by human 
development specialists who are competent in 
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cross-cultural communication and program 
development. 
5. Black middle managers, male and female, who 
wish to ascend to the top rung of the 
corporate structure, should develop with the 
assistance of both Black and white senior 
executives a detailed plan of action, replete 
with business, social, cultural and 
educational activities and affiliations that 
would facilitate their ascension. 
6. Corporate leaders, Black and white, must 
continue to impress upon their cohorts the 
need for multicultural leadership in a 
society that is dominated by people of color. 
Therefore, the recruitment, hiring, and 
promotion of Black men and women, and other 
so called "ethnic minorities" must be done 
with sincere effect, which would only be 
evidenced by a gradual increase of such 
individuals into corporate executive suites. 
Perhaps some, if not all of the above 
recommendations are being operationalized in some form. 
However, no evidence of a global concerted effort has 
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been materialized. While piece-meal activities are 
engaged in sporadically, the need is for a more 
universal approach on the part of the corporate 
community in collaboration with political, social and 
behavioral scientists to bring these recommendations 
into fruition. 
Limitations of the Study 
When interpreting the results of this study, 
consideration must be given to some important 
limitations. First, the sample represented a 
convenient population. There was no randomization 
involved. The sample was chosen by recommendation. 
Consequently, there is some limitation regarding the 
generalization of results to all Black middle and 
senior level executives in corporate America. 
Secondly, the sample size was relatively small. 
It was hoped that at least 50 Black managers would 
participate. However, as time elapsed during the 
progression of the project, it became obvious that a 
number of the managers contacted chose not to 
participate. Even after substantial follow-up 
(telephone calls and second mailings), several managers 
did not return completed surveys. 
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In conducting future studies with this population, 
researchers should to the best of their abilities 
randomize samples. This would make the results more 
generalizable. Also, more time should be allowed to 
acquire information about the subject pool. This can 
be accomplished by engaging in individual interviews 
with the managers. Perhaps instead of mailing 
inventories to prospective participants, researchers 
should oversee administration at corporate sites or 
other selected locations. This should enhance the 
level of participation. 
Perhaps another factor impacting on sample size 
was when the study was conducted, November through 
March. Holiday seasons are characteristic of these 
months. Also, many persons use annual leave or 
vacation time in that time period. Consequently, those 
activities may have curtailed some managers from 
participating. 
It is purported then, that the major limitations 
of this study centered around sample acquisition and 
size, and concurrently, the time period in which the 
study was conducted. 
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Conclusion 
The paucity of Blacks in executive levels in 
American corporate structures is a highly recognizable 
phenomenon. Much discussion has been generated 
regarding probable cause. One such discussion centers 
around differential personal orientation. Some 
research has been undertaken in that light, usually 
focusing on comparing values of Black and white 
managers. However, before the present study no 
empirical data was found relative to comparing personal 
orientations of successful Black top executives with 
those of Black middle managers, many of whom have 
aspirations for top management positions. Therefore, 
this study has historical significance in that it 
shifts from comparing Black managers with white 
managers, comparing them with people of the same race 
who have ascended to the top rung. 
Based on the results of this study, no conclusive 
evidence can be given to support the assumption that 
differential levels of attainment for Black managers in 
the corporate structure are accounted for by 
differences in personal orientations. However, it 
might be extrapolated that since the middle managers 
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scored significantly higher on a number of scales which 
address aspects of the self actualized personality, 
self-actualization is not the most critical orientation 
for successful Black managers. Other parameters such 
as effective communication and leadership skills, as 
well as motivational behavior must be considered. 
In all likelihood, these findings are transferable 
to settings other than corporate structures. In 
educational and social institutions, just as in 
corporate America, it seems that Black men and women 
only need to be given the chance to compete at the 
highest levels. Blacks who now function in top 
positions have not shown that this would be an exercise 
in futility. They seem to have functioned and continue 
to function very successfully. 
This study has significance for future research. 
More baseline data is needed to support or refute the 
present findings. Using larger sample sizes is 
obviously needed. Also, a more concentrated effort 
needs to be undertaken to attract more female 
participants. Recognition is given to the fact 
however, that Black women are especially scarce at the 
executive levels of Fortune 500 companies. They seem 
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to be doubly disadvantaged. Being Black and female 
seems to have caused them to be the recipients of 
incomprehensible discriminatory practices. 
More recommendations that would effectuate the 
increase in the number of Black executives are needed. 
Without such an increase, many Black managers are 
likely to continue to seek better opportunities outside 
of the corporate structure. Certainly, this would 
castigate a negative light on the American institution 
that is considered the major mechanism for 
self-actualization in this society. 
Corporate leadership, which impacts significantly 
on the total fabric of American life, needs to become 
more multicultural. It is well documented that 
decisions made in business and industry have far 
reaching impact on education, government and social 
institutions in general. Therefore, leaders in the 
corporate sector need to be more sensitive to the needs 
of an ever increasing diverse society. Having Blacks 
and other ethnic populations reflective of general 
society in executive positions can facilitate 
appropriate sensitivity. 
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Implications for Counseling and Human Development 
Counseling is a profession noted for engaging 
individuals in activity that encourage 
self-actualization. Counseling and human development 
specialists have been employed in a variety of 
settings, including corporate institutions, to promote 
such growth and development. 
Results of the present study have several 
implications for counselors and other "helping 
professionals." One implication is that in working with 
Black managers regarding issues of upward mobility, 
consideration should be given to variables such as 
effective communication skills (Kennedy, 1988), 
assertion techinques (Katzell & Thompson, 1990), and 
political astuteness (Dunbar, 1990), moreso than to 
values as defined in traditional ways. 
Perhaps Black managers are not in tune with the 
type of value orientations deemed important by 
psychologists like Abraham Maslow and Everett Shostrom. 
For sure, self-actualizing values, as measured by the 
Personal Orientation Inventory, seem to have little 
bearing on the success of Black executives. Therefore, 
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counseling efforts should generate around human 
relationship skills development. 
A second important implication is that human 
development specialists are needed to work with 
corporate leaders around cross-cultural communication 
issues. If the value orientations of Blacks are not 
ultimately important in their ability to move up the 
corporate ladder, then corporate leaders need to 
recognize that how Black managers are communicated with 
in terms of goals and expectations may need to differ 
from protocol. This is essential because cultural 
differences to a large measure account for differences 
in patterns of communication. As such, professional 
counselors can be employed as consultants to facilitate 
effective communication across cultural lines, and 
subsequently, improve on human productivity and 
understanding. 
Finally, counselor training programs need to 
enhance their curricula by instituting employee 
assistance programs geared toward working with Black 
executives and their families. In that many Black 
middle managers are frustrated by an outlook that 
forecasts no more upward mobility for them, they must 
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be able to manage their stress, and begin to engage in 
activity that would eliminate such negativism. They 
need individual as well as group counseling experiences 
that would allow them to learn the assertion strategies 
necessary for them to succeed in their mission of 
reaching the top. 
With determination on the part of Black managers, 
acceptance for positive change on the part of top 
corporate leaders and the facilitation of this process 
by professional counselors and human development 
specialists, the future outlook for Black middle 
managers should be bright. 
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August 14, 1989 
Dear Chief Executive Officer: 
I am a doctoral candidate in Counseling and Human 
Development at Clark Atlanta University. I submit this 
correspondence to you to request your support in 
conducting my dissertation research. 
The focus of my study is on the personal orientations 
of Black executives employed in Fortune 500 companies. 
The purpose is to determine if the personal 
orientations of Black middle managers differ 
significantly from the personal orientations of Black 
senior level executives. Such a determination can 
provide an avenue for identifying Black middle managers 
within the corporate structure who are most likely to 
ascend to and perform well in senior level positions. 
As a consequence, your organization can benefit greatly 
by participating in this study. 
Therefore, I request that you provide assistance in the 
identification of Black middle managers and senior 
level executives within your company as possible 
participants in this study. I shall call you on next 
week to further elaborate on the study and to respond 
to any questions you may have. 
Thank you in advance for ' oport. 
|mues P. Bruwley Drive at Fair Street. SVV 
Atlanta, (ieortria 40814 
(104) 880-8000 
Formed in 1988 by the consolidation of 
Atlanta University, 1865, and Clark College, 1869 
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November 29, 1989 
Dear Prospective Participant: 
You have been recommended for inclusion in my 
dissertation research. The topic of the study is 
"Personal Orientations of Selected Black Executives in 
Fortune 500 Companies." The purpose is to determine 
whether there is a significant difference between the 
personal orientations of Black middle managers as 
compared to those of Black senior level executives. As 
a consequence, only Black middle and senior level 
executives will be used as participants. 
You have my assurance that individual information will 
be held in strictest confidence. If it is your desire, 
after the study has been completed, I will meet with 
you to discuss your personal profile as it relates to 
the obtained group data. 
Accordingly, I request that you complete the enclosed 
Personal Data Sheet and Personal Orientation Inventory. 
It would be most appreciative if you would return both 
instruments to me no later than December 6, 1989. 
Should you have questions regarding the study, please 
call me at 880-8516. Thank you for your cooperation 
and support. 
|amcs P. Brawlev Drive at Fair Street. S\V 
Atlanta. Georgia it)!il l 
(404)880-8000 
Formed in 1988 bv the consolidation ot 
Atlanta University, 1865, and Clark College, 1869 
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Directions for the 
Personal Orientation Inventory 
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PERSONAL ORIENTATION INVENTORY 
». • 
; 
EVERETT L.SHOSTROM, Ph.D. 
DIRECTIONS 
This inventorv consists oi Dairs oi numoerea statements. Reaa eacn 
statement ana aecide wmcn oi the two pairea statements most consistently 
applies to you. 
You are to marK vour answers on the answer sneet vou nave. LooKattne 
examoie ot the answer sneet snown at tne right. If 
tne urst statement oi the oair is TRUE or MOSTLY 
TRUE as appuea to vou. biacKen oetween the lines 
tne column neaaea "a”. 'See Examoie Item I at 
rigr.t. 1 If the secona statement oi the Dair is TRUE 
or MOSTLY' TRUE as applied to you, Qiacnen oe- 
rween the unes in tne column neaaea nb". See 
Examoie item it at right.) If neitner statement aD- 
piies to vou. or ü thev reter to sometning you aon!t 
Know aDout. maKe no answer on the answer sneet. 
Rememoer to give YOUR OWN opinion oi yourseii ana do not ieave anv DlanK 
spaces if vou can avoid it. 
La mar King your answers on tne answer sneet. be sure that the numœr 
ot the statement agrees with tne numoer on the answer sneet. Make vour mar KS 
neavvanabiacK. ErasecomDieteiv anv answer vou wnsn to cnange. Do not mane 
any marKs in this oookiet. 
Rememoer. try to mane some answer to every statement. 
Beiore vou oeein tne inventory. be sure vou put vour name, vour sex. 
vour age. anatneotner miormation cuued ior m tne soace proviaed on tne answer 
sneet. 
NOW OPEN THE BOOKLET AND START WITH QUESTION 1. 
PUBLISHED BY EdITS 
SAN OIEGO. CALIFORNIA 92107 
Coovr«nt(£l96? bv Everett L. Snottrom 
Coovnant • <- 1963 ov taucationai & industrial Tettirta Service 
REPRODUCED WITH PERMISSION 
Appendix D 
Personal Data Sheet 
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PERSONAL DATA SHEET 
Instructions : Please complete each item below. This 
information will be reported as a part of group statistics. 
Individual data will be held in strictest confidence. 
Name  Date  
Age  Sex Race Religion  
Marital Status : 
Single  Married  Separated  Divorced  Widowed  
Number of Children  
Education: 
College Major Degree Year Graduated 
1 . 
2 . 
Graduate School Major Degree Year Graduated 
1. 
2 . 
Employment (Present Job First): 
Management Level 




*Place the appropriate letter under salary using the salary 
range scale below: 
A. 24,999 or less B. 25,000-34,999 C . 35,000-44,999 
D. 45,000-54,999 E. 55,000-64,999 F. 65,000-74,999 
G . 75,000-84,999 H. 85,000-94,999 I . 95,000-104,999 
J . 105,000-124,999 K . 1 25,000 and above 
